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Compiled by the University of Dayton Women's Center,
this document aims to provide a timely summary of
major research and reports related to coronavirus and
gender, with a focus on the impact on women in the
workplace, both nationally and within the UD context.
Data collected from the President's Commission on the
Status of Women, UD Men for Gender Equity, and the
Women's Center/Women's and Gender Studies Internship
Program from Spring 2020 are included. Curating
recommendations from numerous sources, guidance is
offered on cultivating inclusive workplace practices
amidst the global pandemic. This guide will be updated
as more data becomes available. 
MAY 2020
“THE COVID-19 PANDEMIC WILL
HAVE A DISPROPORTIONATE
NEGATIVE EFFECT ON WOMEN.”
— A MARCH 2020 STUDY BY RESEARCHERS AT NORTHWESTERN
UNIVERSITY, THE UNIVERSITY OF MANNHEIM IN GERMANY AND
THE UNIVERSITY OF CALIFORNIA, SAN DIEGO.
AT A GLANCE: GENDERED IMPACTS OF
COVID-19
On the Frontlines: In the U.S., women hold 77 percent of all healthcare jobs and hold the majority of
positions deemed essential during the pandemic, including those in grocery stores. Women are more likely
to be employed in occupations where remote work is not possible; this necessitates working outside the
home - and the inherent risk involved - despite social distancing mandates and stay-at-home orders.
A ‘Shecession.’: Nationally, women account for the majority of unemployment claims, with unemployment
rates highest among Black and Latina women. Industries hardest hit by the pandemic — leisure and
hospitality — are “disproportionately nonwhite and female,” according to the Penn Wharton Budget Model.
A longstanding gender wage gap - sharpened by the intersection of race and gender - and devaluing of
women's labor have also left women with less financial security to weather lost income.
A 'Double Double Shift': The gendered division of labor in the household - with women disproportionately
managing both unpaid caretaking responsibilities and domestic tasks in addition to work responsibilities -
is exasperated in the pandemic with schools, childcare centers and workplaces closed nationwide. 
Unsafe at Home: Stay-at-home orders have heightened dangerous conditions for those in physically and
emotionally abusive relationships, and, globally, domestic violence cases are on the rise. Safety concerns
also abound for gender marginalized individuals.   
Health and Identity: Some racial and ethnic minority groups have disproportionately higher death rates
due to COVID-19 due to longstanding systemic health and social inequalities; across racial and ethnic
groups, men's death rate from COVID-19 is greater than women's. Scientists attribute differences, in part,
to personal hygiene practices, including handwashing.
GENDER AND CARETAKING
31%
of U.S. women with full-time jobs and families say
they have more to do than they can possibly handle,
according to surveys conducted by LeanIn.org. Only
13% of working men with families say the same. The
research indicates women are disproportionately the
ones working day and night to keep households afloat
during the pandemic.
71
The number of hours full-time employed women spend
per week on housework and caregiving amidst the
pandemic; this does not include work hours. Men
report doing 20 fewer hours of domestic labor every
week. For single parents, the time demands are even
greater.
Inability to concentrate and diminished
productivity
Fear of returning to work without care
arrangements secured (schools, childcare)
Concerns about family members' health
Discrepancies unit to unit with respect to
flexible work arrangements
Concern and worry about co-workers and
colleagues
According to a March 2020 survey from the
Kaiser Family Foundation, a larger share of
women compared to men worry that they or
someone in their family will get sick from the
coronavirus (68% vs. 56%, respectively). A
larger share of women also reported that they
feel that worry or stress related to COVID-19
has had a major negative impact on their
mental health. 
IMPACT ON UD EMPLOYEES
"I have a medically complex child who is at high-risk
for COVID-19. His doctors have told us to keep him at
home as much as possible. I worry that schools will
open in the Fall and I will have to quit my job in order
to home school or support his remote learning. It's not
safe for him to be exposed to the public (or even
family members) until there's a vaccine." 
- Anonomous woman staff member's response to April 2020
employee survey developed by Women's Center student interns
Constant state of caretaking for immediate
and extended family, and for students
Complex care arrangements with multiple
family members under one roof, including
aging parents, college-age children, school
age, and infants/toddlers
Disproportionate share of childcare and
homeschooling responsibilities, in addition
to domestic tasks and paid work
Physical and emotional exhaustion
No separation between home life and work 
Mirroring national research, women-identified
faculty and staff at UD are managing multiple
demands and stressors brought on by the
pandemic, including those related to precarity
regarding their employment status. In April
2020, the Women's Advisory Council, as part
of the UD Men for Gender Equity Initiative,
conducted several listening sessions for
women-identified faculty and staff to share
concerns related to remote work amidst the
pandemic. Data was also collected by the
President's Commission on the Status of
Women and by undergraduates completing a
year-long internship in the Women's Center.
Below is a summary of the major concerns




of contingent faculty positions at UD are held by
women (as of Fall 2019). This category includes
lecturers and other full-time, non-tenure track
faculty, such as Artist in Residence, Clinical Faculty,
Lab Instructor, and Visiting Professor. 161
The number of tenured and tenure-track women
faculty at UD (as of Fall 2019) across all academic
units. Of those, 56 are Assistant Professors,  73 are
Associate Professors , and 32 are full professors. TENURE AND PROMOTION
"In short, all time and spatial barriers between home and work have been
erased.  As a parent of elementary-aged children, I am navigating how to
manage my work in the context of altered family dynamics, educational
needs of my children, and the loss of any activities or child care that used
to provide some time to work without interruption or feeling as though I'm
neglecting my family.  For my work, then, this has resulted in greatly
reduced productivity.  Since I am pre-tenure, this is a bit concerning. 
 (The extension of the tenure clock is helpful; it would have been even
more helpful to have been given a year to decide, since it is completely
unknown what the repercussions of the pandemic will be.)"
- Anonmous woman faculty member (Collected by President's
Commission on the Status of Women)
Numerous universities across the country,
including UD, have allowed faculty to extend
their tenure clock in response to the pandemic.
As addressed in a recent report by scholars at
Northwestern University, the University of
Mannheim, and the University of California -
San Diego,  these policies may inadvertedly
harm women faculty. Given the unavailability
of childcare and in-person schooling during
the pandemic, the gap between the ability of
junior faculty with and without children to get
research done will be extremely large. While
faculty without children may still suffer from
stress during this period, their time available
to work is likely to actually
increase, given that time used for other
activities, such as socializing with others,
declines during social isolation. The report
states: "Extending the tenure clock
indiscriminately will not address this disparity,
which hits women stronger than men" (p. 26). 
IMPACT ON WOMEN
FACULTY
Increased demands transitioning to virtual
format
Increased time caring for students 
Decreased research activity 
Work and caretaking demands depleting
energy at unsustainable rates
Fear women faculty will be penalized even
moreso by SET under these conditions, as
well as peer evaluation of teaching
Lack of clarity with regards to extending
tenure clock and short turnaround time to
make decision; concerns over the impact if
opt to extend and whether they be held to
stricter standard later especially if they
take maternity leave at later time
Extended uncertainty for contingent faculty
Concern over gender imbalance in some
departments should contracts for non-
tenure track faculty not be renewed
Difficulty balancing teaching and
caretaking of young children and/or school
age children
Drawing on data collected in April 2020 from
the Women's Advisory Council/UD Men for
Gender Equity Iniative and the President's
Commission on the St tus of Women, concerns
from women-identified faculty include the
following:
62%
of contingent faculty positions at UD are held by women (as of Fall
2019). This category includes lecturers and other full-time, non-
tenure track faculty, such as Artist in Residence, Clinical Faculty, Lab
Instructor, and Visiting Professor.
WORKPLACE CHANGES
Drawing on reports and guidance from the United Nations, Unicef, benchmarking of peer institutions,
and other sources, below are recommendations for workplace changes that will assist the university in
being responsive to the differential impact of COVID-19 on its women-identified employees.  While not
exhaustive, they are designed to augment existing efforts to advance gender equity within the context
of the pandemic. 
THE PROFIT HAS
INCREASED BY 60% BY
THE MONTH OF AUGUST3
Ensure gender data are
available, analyzed and
actionable.
Demographic data -disagregated by gender
and race - on who is impacted by furloughs,
lay-offs and non-renewal of contracts
across units is critical. Collecting data on
resultant workload demands is also
essential to understanding the secondary
effects these financial challenges have on
the remaining workforce, including impacts
on retention and advancement. Actionable,
measurable strategies should be developed
to mitigate these impacts . 
1
Adopt flexible work policies.
Allow flexible work arrangements to
account for  increased demands related to
caretaking responsibilities, including
childcare, elder care, and homeschooling.
Where possible, units should allow shifts in
work times - including shifts to teaching
schedules - to better accommodate
caretakers as opposed to a traditional
workday schedule. Return to on-campus
operations should be planned with
consideration given to those who may not
have access to childcare and/or traditional
schooling channels should K-12 schools not
return to in-person operations. Continued
remote work should be permissible under






The inclusion of women's voices is critical in
the development of emergency planning,
operational support, and financial decision-
making. The diverse perspectives of women
across racial and ethnic groups,
socioenominc status, ability, and other
intersecting identities will be critical to
ensuring post-pandemic policies do not cause
additional harm to marginalized groups.
Women's voices should be elevated in public
forums, and leaders should ensure women
and underrepresented colleagues are given
equal opportunity to speak and participate in




Supervisors and those evaluating faculty
progress towards tenure should consider
the  detrimental short-term and long-
term effects of the pandemic on overall
productivity and research activities.
Tenure and promotion committees
should evaluate  faculty accordingly,
including ensuring unconscious bias does
not factor into decisions, particularly for
those opting to stop the clock due to the
pandemic and/or maternity leave. 
"Women will be the hardest hit by this pandemic
but they will also be the backbone of recovery
in communities. Every policy response that recognizes this
will be the more impactful for it."
- United Nations Policy Brief on the Impact of Covid-19 on
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